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PREPARING THE NEXT GENERATION OF HRM PROFESSIONALS: AN INTERNATIONAL  
COMPARISON OF TERTIARY HRM PROGRAMS 
Paul Davidson* 
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Queensland University of Technology, Brisbane, Australia.   
ABSTRACT 
The future of the HRM profession depends to at least some extent on the quality of 
preparation of the next generation of HR professionals. This paper examines bachelor 
degree programs in HRM and the role of professional associations as influencers of 
curricula. Some 39% of the 599 AACSB and EQUIS-accredited institutions sampled 
offer undergraduate degrees in HRM. The programs vary in emphasis on HRM 
competencies. Unsurprisingly, all include foundation work (perhaps a third of the 
content) in business management. Grouping degree content by regions globally allows 
benchmarking of degrees against international trends, along with consideration of the 
increasingly significant influence on curricula by professional bodies, in preparing the 
next generation of HRM practitioners to manage in organisations that will require 
strategic thinking, specialist technical skills, and interpersonal competence.       
Keywords: HRM curricula; HRM competencies; HRM tertiary programs; HRM 
professional 
* With Appreciation for permission to include US data, from Laura Parks, Assistant Professor, Department of 
Management, James Madison University, USA parksll@jmu.edu 
INTRODUCTION 
It seems obvious that the best possible development of the next generation of human resource 
management (HRM) professionals is essential for the successful future of the profession. The process 
and content of HRM education is more contentious. Universities planning their curricula independently 
may emerge eventually as having adopted an appropriate content mix of topics and skills, but they 
risk committing their academics to developing, teaching, and researching in areas of HRM that are 
deficient in scope, depth, or long term relevance in present and future organisations. The stakes are 
high, with lengthy and expensive lead times in course preparation and approval processes, in the 
professional development of staff, and in significant financial and reputational consequences for 
universities.   
An alternative is to design courses aligned with appropriate standards or guidelines that are proposed 
by professional associations as appropriate for the progress of the profession and the needs of 
organisations, or that are mandated for membership of the association. These bodies profess to act 
as guardians for the profession, but their varying emphases may not always be evidence-based. A 
productive compromise may lie in the recognition of the interplay between academia with its emphasis 
on research, and the profession of HRM with its focus on practical implementation and contribution to 
the bottom line through advances in capability and efficiency. To achieve a positive outcome for HRM 
professionals of the future, it is critical to further analyze the forces shaping HRM curricula and to 
identify areas for potential enhancement.  To contribute to this ongoing debate, this paper reports 
research that investigated the HR programs offered at an undergraduate level worldwide.  
The Profession of HRM 
 
An explicit assumption is that it is justifiable to treat HRM as a profession, although it is acknowledged 
that the HR function in organisations and the emerging profession that has supported it have 
developed differently and inconsistently in different countries, in response to various influences. This 
assumption is based on the perspective that as an occupation HRM has a clearly articulated body of 
knowledge underpinning the field and a means of prescribing performance expectations of those in 
the profession (Farndale & Brewster, 2005). To this end, quality assurance and accreditation of 
university courses are commonly seen as critical to ensuring the quality of professions. Professions 
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such as medicine, accounting and law have arguably led the way in establishing rigorous approaches 
to the development and regulation of individuals within their ranks. Whilst HRM is increasingly taken 
to be a profession in its own right, there is still some way to go to reach general consensus on what 
constitutes suitable technical and foundation knowledge for HRM as a profession. In the meantime, 
whilst this debate grows it is instructive to examine the influence of professional associations and 
those bodies in particular that seek to ‘accredit’ either HRM courses or individual graduates of these 
courses. 
Typically, professions are known for their disciplined body of knowledge and codes of conduct for 
ethical practice for members of the profession who are required by community-accepted regulation to 
undertake long periods of tertiary study and vocational preparation. At first glance, HRM would seem 
to have these characteristics. Closer examination reveals considerable diversity of opinion as to the 
essential competencies for a Human Resource Manager, or professional, or practitioner – or for that 
matter a personnel manager (although this latter term appears less frequently used, in preference to 
‘HR professional’. 
In this study, HR curricula of programs across the globe were examined in relation to four key 
questions: 
1. What percentage of universities/business schools accredited by the Association to Advance 
Collegiate Schools of Business (AACSB) and/or the European Quality Improvement System 
(EQUIS) offer undergraduate HRM degrees? 
2. What do international professional bodies determine to be essential HRM knowledge that 
ought to be taught in courses leading to entry to the profession? 
3. What topics do universities view as essential discipline knowledge to attain a degree in HRM? 
4. What topics do universities determine to be ‘optional’ and therefore offered as elective units in 
a HRM degree? 
 
In relation to questions 2 – 4, we also investigated whether results differed between different 
nationalities or geographic locations. 
   
The Determination of HRM competencies 
 
Professional bodies such as the Society for HRM (SHRM) in the United States, the Chartered Institute 
of Personnel and Development (CIPD) in the UK and the Australian Human Resources Institute 
(AHRI) in Australia have all sought to identify the critical elements of professional development for HR 
practitioners. These bodies continue to conduct research into the workplaces of the future and the 
corresponding capabilities required by HRM professionals of the future (Australian Human Resources 
Institute(AHRI) ,(2010); Society for Human Resource Management (SHRM), 2009).  
 
For example, AHRI proposed that changing forces will require the future HR practitioner to be a 
workplace transformer, a work-life integrator, a next generation talent manager, a performance 
rewarder, a learning architect and builder, a CSR marshall, an engaging communicator, a diversity 
champion, and a regulatory wizard (AHRI 2010). It predicted that by 2020 the old transactional HR will 
have been transferred to smart software or outsourced, with careers managed via portals.the 
imperative will be to remove excess HR service functions. Strategic HR will become a core business 
role, interpreting context and focussed on dynamic workforce planning. It is an understatement to say 
that the competencies supporting these roles are not yet widely available. The debate invites a 
response by universities in their planning research and teaching.       
         
However, even in those processes that are used to accredit HRM university degrees, there is latitude 
for individual universities and Business Schools to determine the content and structure of their HRM 
degrees that will provide the knowledge and skills necessary for HRM professionals to undertake 
these emerging roles. 
 
At the broader level, accreditation of Business Schools is also a high priority in tertiary business 
education, with universities using accreditation to embed quality assurance and continuous 
improvement processes, as well as to claim prestige and reputation in marketing in a lucrative, 
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competitive, and crowded environment .The Association to Advance Collegiate Schools of Business 
(AACSB) in the United States and the European Quality Improvement System (EQUIS) in Europe are 
recognised as two of the most influential quality agencies in tertiary education, with accreditation by 
either or both associations being highly sought after internationally. Whether an institution is 
accredited by a single professional association (such as SHRM, CIPD or AHRI), or at a higher level 
(by AACSB or EQUIS), there is an assumption made that such institutions will have degrees that have 
been developed with the needs of various stakeholders represented, and designed and delivery to 
ensure quality outcomes for the professions involved. 
 
At both undergraduate (bachelor) level and graduate (Master) levels, the content of HRM degrees 
typically consists of several generalist business units (management, finance, accounting, economics, 
marketing  and the like, some organisational units such as leadership and change management that 
are not specifically HRM units, and several specialised HRM units such as recruitment and selection, 
remuneration and compensation, performance management, and perhaps employment law and 
industrial relations(although there is wide variation in the unit names). 
 
Significantly, while the profession now proclaims the contribution of HRM to the bottom line, a survey 
of 49 Master degree programs in as late as 2005 indicated that only a third required courses from 
non-HRM business areas (Langbert 2005). The study observed that there was little agreement as to 
what ought to constitute a required curriculum in HRM. The research questions appear ever more 
pressing, if the next generation of HR professionals is to be prepared for the challenges they will face 
in the organisations of the future.                    
 
METHOD 
Sample Selection 
This research was undertaken in two separate stages. The first collected data on all AACSB 
accredited universities in the USA. The second stage of data collection involved the selection of 
universities (or business schools) accredited by AACSB or EQUIS as determined by their listing in 
January 2011 but excluding those American universities in the first sample. This second data set 
included a further three American universities that were accredited by EQUIS and not AACSB and 
therefore not included in the first dataset.  In total across the two data sets, this represented collection 
of data from 599 universities worldwide. 
 
The Problem of Language 
 
Within the sample, there was a variety in the nomenclature used in reference to courses of study.  For 
the purposes of consistency in this paper, the term ‘program’ is used to refer to a full undergraduate 
level (Bachelor) degree, and a ‘unit’ is an individual subject within that degree. Units that are set as 
compulsory to successfully complete a program are referred to as ‘required’ and those that are 
optional, often within a group of units from which a student might choose, are referred to as 
‘electives’. In most cases, the program was a focused course of study within a broader program (eg. 
Bachelor of Business with a focus on HRM). This is referred to as a ‘major’. 
Data Collection and Analysis 
Data were collected by way of systematic searching of university-hosted websites and then 
conducting a content analysis of the information presented about their individual courses. Initially it 
was identified whether an undergraduate business program was offered. Examples are: Bachelor of 
Business, Bachelor of Business Administration, Bachelor of Management, and Bachelor of 
Commerce. Those universities offering business programs at a post-graduate level only were 
eliminated from the sample. 
 
It was then established whether an HRM major was offered by the institution. The total number of 
units for a major was identified followed by the number of required units, and the total number of units 
offered (potential elective units). The required units and all units offered were then categorized and 
recorded according to their content. Where the titles of units were indicative of content, these were 
categorized. However, in some cases analysis of unit documents or further detail was required in 
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order to ascertain the content for correct categorisation. Units with a focus outside of HRM were not 
included. 
 
Table 1 provides a summary by country of the number of universities in each country that fitted the 
criteria of AACSB and/or EQUIS accredited. The final column shows the number of universities with 
an HRM program of all those studied, resulting in a total of 235 programs to be analysed further. 
   
Table 1 Number of universities (by country) offering HRM bachelor degrees  
 
REGION COUNTRY 
UNIVERSITIES / 
SCHOOLS 
OFFERING HRM 
degrees 
ASIA China 11 6
Chinese Taipei 5 3
India 2 0
Israel 1 0
Japan 2 0
Kuwait 1 0
Lebanon 1 0
Phillipines 1 0
Qatar 1 0
Saudi Arabia 1 0
Singapore 2 1
South Korea 9 2
Taiwan 1 1
Thailand 1 0
United Arab Emirates 2 2
SUBTOTAL 41 15
AUSTRALIA/ NEW 
ZEALAND Australia 11 9
New Zealand 4 2
SUBTOTAL 15 11
AFRICA Egypt 1 0
South Africa 2 0
SUBTOTAL 3 0
EUROPE Austria 1 0
Belgium 5 0
Denmark 2 0
Finland 2 0
France 20 1
Germany 4 0
Ireland 1 1
Italy 2 0
Netherlands 5 1
Norway 2 0
Poland 1 0
Portugal 2 0
Slovenia 1 0
Spain 5 0
Sweden 3 0
Switzerland 4 0
Turkey 2 0
SUBTOTAL 62 3
UNITED KINGDOM 25 7
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REGION COUNTRY 
UNIVERSITIES / 
SCHOOLS 
OFFERING HRM 
degrees 
SUBTOTAL 25 7
USA USA (EQUIS only) 3 2
USA (AACSB) 418 183
SUBTOTAL 421 185
LATIN AMERICA Argentina 1 0
Brazil 3 0
Chile 2 0
Colombia 1 0
Costa Rica 1 0
Mexico 3 1
Venezuela 1 0
SUBTOTAL 12 1
CANADA Canada 20 13
SUBTOTAL 20 13
TOTAL 599 235
 
With low numbers of HRM degree offerings in many countries, it was determined that results would be 
grouped by into four regions for the purposes of comparison: Asia/Pacific (Asia, Australia and New 
Zealand); Europe/UK; the Americas (USA and Latin America); Canada. 
RESULTS 
Universities/business schools offering undergraduate HRM degrees 
 
The first research question – is answered by the finding that 235/599 (39%) offered undergraduate 
HRM degrees. Some offer postgraduate degrees, but these are outside the present scope. Also of 
note is the percentage offering in each region which may also reflect the different society outlook on 
HRM as a degree – eg Europe is low in comparison with Australia and Canada in terms of the number 
of their universities offering HRM as undergraduate degrees. This may reflect a European focus on a 
broader undergraduate degree followed by a specialization in HRM at Master level). 
Professional bodies’ perspectives on essential HRM knowledge 
 
Three different accreditation approaches can be compared: SHRM, AHRI and CIPD. 
  
For example, the Australian accreditation process parallels the processes of accreditation of courses 
in the USA (where the SHRM has published an HR Curriculum Guidebook for universities since 2006 
(Society for Human Resource Management, 2010) and the UK (CIPD 2010). It is no surprise to 
observe that as in other professions such as Accounting, and Project Management), the standards 
and expectations of competency are being raised. For example, from 2011, SHRM requires 
assessment by examination over and above university qualification for registration as an HR 
Professional. 
 
Most HRM degree programs are taught in university business schools. Where they are housed in 
schools other than business, they tend to require core business courses to reflect the overwhelming 
view that business knowledge is critical for the HR professional (Society for Human Resource 
Management, 2010). The level of qualification varies, but the common benchmark is the 3-year 
bachelor degree in business, or a one or two-year master degree specialising in HRM, subsequent to 
a bachelor in business or other area. 
 
There may be many ways by which universities determine the competencies of an HR professional 
and therefore design curricula accordingly. Collaborating with professional associations is not 
unusual. An example is from Australia, where the national professional association (the Australian 
Human Resource Institute) undertakes sought-after accreditation of courses (typically degrees) based 
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on their alignment with a publicised set of six capabilities established by academics and 
professionals, that are thought essential for competent HR practice (AHRI 2012):  
1. Strategic Positioner  - Sets and drives the HR vision for the organisation, aligning people 
management strategies with business objectives and the external environment 
2. Capability Builder - Builds organisational capability through high performing people 
3. Credible Activist - Exercises influence and provides HR advice to achieve objectives 
4. HR Innovator and Integrator - Applies expert HR knowledge to deliver value to the business 
5. Change Champion - Facilitates change in response to internal and external operating 
environments 
6. Technology proponent – Using technology for administrative systems and improving social 
relationships.   
 
Example: The HRM Bachelor degree in Australia 
 
Appealing predominantly to secondary school-leavers as an entry-level qualification in HRM, 
the Bachelor degree typically has 24 ‘units’ (subjects), studied over three years (two 
semesters per year), taking three years in total. In HRM education, many universities require 
8 of these 24 units to be completed as (typically business ‘core’ (ie compulsory), and 
advertise that after completion of a further 8 HRM units, along with 8 elective units (other 
business units), the degree is awarded with a ‘major’ in HRM (e.g. BBus(HRM)). 
 
Table1: recommended Bachelor degree structure (from AHRI Accreditation guidelines 2011) 
  
Standard Minimum Electives 
Degree duration 24 units over 3 yrs full-time or 6 yrs part- time  
Structure 8 Business core units  
8 HRM core units  
8 electives  
8 electives (examples as below) 
 Core Business units: 
1. Accounting for business 
2. Business Law and Ethics 
3. Business Statistics/research 
4. Economics/Microeconomics 
5. Marketing Management 
6. Organisational Behaviour 
7. Principles of Management 
8. Business strategy  
 
Core HRM units:  
1. Recruitment and Selection 
2. Training and development 
3. Strategic HRM 
4. Performance and rewards management 
5. Industrial Relations/Employment Relations 
6. Change Management 
7. International HRM 
8. Contemporary Issues in HRM 
 
Business Electives: 
Business Communication 
Diversity management 
Business Research 
 
HRM Electives: 
HR Development 
HRM consulting 
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Universities’ view of essential versus optional discipline knowledge for a HRM degree 
 
The third and fourth research questions considered what knowledge was seen as essential and what 
knowledge was optional for HRM graduates. 
Region Offering HRM   
HRM units 
Required 
 Compulsory 
units 
Offered/ 
Elective 
units 
ASIA/ 
PACIFIC 26 range 0-12 0-10 0-40 
  mean 6.46 4 11.81 
    SD 2.97 3.03 9.21 
EUROPE & 
UK 10 range 3-29 0-18 3-45 
  Mean 10.67 7 17 
    SD 9.18 5.74 15.43 
USA 186 range 1-8 0-8 0-17 
  Mean 4 3 6 
    SD 1.46 1.78 2.69 
CANADA 13 range 4-12 0-10 5-21 
  mean 7.5 4.58 11.75 
    SD 2.28 3.34 5.34 
In summary, HRM degree programs in the Asia Pacific region typically require fewer units in HRM in 
their content than programs in Europe, but more than in the USA, although there is significant 
variability within regions. European degrees also have a tendency to be prescriptive overall than Asia 
Pacific degree structures, compared to the American programs, which offer fewer electives. 
 Analysis in  more granularity gives the number of universities in the sample that specify particular 
units for their HRM major, as shown in the following table.     
   B Number of universities reporting required units for an HRM major in their degree  
No. specifying unit 
as required 
No. specifying unit 
as optional 
Human Resource Mgt 174 33
Compensation (& Benefits) 97 15
Recruitment & Selection (Staffing) 75 20
Labor Relations/Collective Bargaining 64 21
Employment Law 58 21
Training & Development 49 24
Advanced Topics in HR 43 22
HR Planning/HR Strategy 27 19
Organisational Behavior 17 26
Employee Relations 16 26
International HR 11 22
Organisational Change 8 19
Performance & Reward 8 14
Strategic Management 7 11
Appraising and Developing Employees  6 4
HRM Research 6 12
Management Skills 6 12
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Negotiation/Conflict Mgt 5 12
HR Info Systems 5 8
Occupational Safety Mgt 5 10
Introduction to management 5 9
Organisational Analysis 5 6
HR Internship 4 6
Leadership 4 8
Organisational Design 3 3
International Employee Relations 3 9
Benefits (separate from Compensation) 2 1
Supervision of Employees 2 5
HR Practices 2 5
Personal & Professional Development 2 5
Equity and Diversity in the Workplace  2 5
Labour Economics 2 2
HR Consulting 1 0
Business Communication 1 7
Work Psychology for HRM 1 3
Women and Management (Gender issues in mgt) 1 3
 Management ethics and corporate governance 1 4
Issues for Managerial Behaviour in 21st Century 
Organisations 0 2
Getting Into Human Resource Management 0 1
Women and Organisations 0 1
Current Issues In Human Resource Management  0 1
 Organisations: Contexts and strategies 0 2
 Human resource development 0 2
Foundations in equipment 0 1
Foundations of the functioning of business groups 0 1
Managing diversity: national and international 
perspective  0 2
Foundations in indirect remuneration 0 1
Foundations in formation and improvement 0 1
Sociology of Work 0 3
 
 
The preceding table provides an indication of the generally accepted course content for primary 
degrees in HRM. The traditional functional HRM topics predominate, with many of the wider business 
topics consigned to the ‘optional’ category. Regional differences are difficult to interpret: degrees in 
the AsiaPacific and in the Americas appear to have more international and operational orientation 
than the strategic management emphasis that appears in European degrees.         
 
REGION REQUIRED 
OPTIONAL (after most common 
required 
1. ASIA/PACIFIC Human resource management (16) International HR (14) 
Organisational behaviour (12) HR Planning/ HR Strategy (13) 
Employee relations (8) 
Recruitment & selection (staffing) 
(12) 
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Performance and reward (8) Employment law (11) 
  Training and development (6) Advanced topics in HR (10) 
2. EUROPE/UK) Human resource management (6) Organisational change (4) 
  Organisational behaviour (5) Strategic management (4) 
Employee relations (5) International HR (3) 
Training and development (3) Introduction to management (3) 
Advanced topics in HR (3)   
Management skills (3)   
  
Employment law (3) / labour 
relations & collective bargaining (3)/ 
International employee relations (3)   
3. AMERICAS Human resource management (145) NA 
Compensation (and benefits) (92) NA 
Recruitment & selection (staffing) 
(67) NA 
Labor relations/collective bargaining 
(52) NA 
  Employment law (50) NA 
4. CANADA Human resource management (7) Advanced topics in HR (7) 
Labor relations/collective bargaining 
(7) Employment law (5) 
Organisational change (4) HR Planning/ HR Strategy (5) 
Recruitment & selection (staffing) 
(3) International HR (5) 
Occupational safety management 
(3) Employee relations (5) 
Training and development (3)   
  Compensation (and benefits) (3)   
 
DISCUSSION 
While it is likely that the progress of research, conferences and international communication will bring 
some measure of convergence in the curricula of HRM bachelor degrees, market forces will also filter 
out the less utilitarian and esoteric topics. More to the point, the professional associations are likely to 
continue in their regulatory and curricula-influencing roles as well as tending to raise the standard for 
accreditation. As time passes, a balance in degree structures is emerging of one third ‘core’ generalist 
business content, one third specialised HRM content, and one third optional units that are related to 
HRM but that can be selected on the basis of individual interest. A spread seems popular, but too 
wide a spread seems unwise, and professional bodies are watchful for irrelevance. Frequent and 
productive collaboration between universities and professional bodies is an obvious recommendation. 
 
CONCLUSION 
It is proposed that a valuable outcome from a study such as this is the opportunity and 
encouragement it offers universities and professional bodies alike to review and compare their course 
structures and recommendations or requirements for accreditation. Significant discrepancies should 
surely prompt more detailed consideration. Respectful yet searching dialogue between stakeholders 
is likely to lead to development of the profession within the broader discipline of management, and to 
its increased contribution to society.            
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APPENDIX Comparison of professional bodies 
 AHRI CIPD SHRM 
 
GOALS/AIM of 
bodies 
Accreditation Aims 
 
 To develop and 
promote HR as a 
profession 
 To provide industry 
feedback, knowledge 
and experience in 
curriculum 
development to ensure 
continued professional 
relevance 
 To develop co-
operation, partnerships 
and alliances with 
educators in pursuing 
 common goals in 
relation to HR and the 
profession 
 To develop and 
promote HR course 
development that 
enhances professional 
 standing and 
recognition of AHRI 
members  
 To increase 
awareness and 
visibility of AHRI as the 
HR industry body. 
Professional 
Standards 
 
Overall goal: To 
establish, monitor and 
promote standards and 
ethics for the profession 
 
Practitioner level 
standards: 
 Managing information
 Managing and 
leading people 
 Managing strategic 
business context 
 Managing results 
 People management 
and development 
 Employee relations 
 Employment law 
 Health and safety 
 Employee reward 
 Pensions 
 Performance 
management 
 Designing and 
delivering training 
 Learning and 
development 
 Managing 
development 
 Managing 
organisations and 
learning 
 
Goals of Assessment  
 
To help universities meet 
their accrediting body’s 
assurance of learning 
requirements by showing 
that the HR degree program 
teaches its students what it 
says it will teach them 
To show that the students 
has acquired the knowledge 
required to enter the HR 
profession at the entry level 
To provide HR students with 
an achievement, by passing 
an exit exam, to help them 
differentiate themselves in 
the job marketplace 
To replace a student’s 
eligibility to take the 
Professional in HR (PHR) 
certification offered by the 
HR Certification Institute 
Undergraduate 
Courses 
Required Content Areas 
 Recruitment & 
Selection 
 Training & 
Development 
 Strategic HRM 
 Performance and 
Rewards Mgmt 
 Industrial 
Relations/Employment 
No suggested 
guidelines or 
curriculums – 
Practitioner level 
standards (see above) 
are areas required for 
competency in the 
Professional 
Development Scheme. 
Required Content Areas 
 Employment & Labour 
Relations 
 Employment Law 
 Job Analysis & Job 
Design 
 Organizational 
Development 
 Outcomes: metrics & 
measurement of HR 
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Relations 
 Change Management 
 International HRM 
 Contemporary Issues 
in HRM 
Optional/ or Secondary 
Content Areas 
 HR Development 
 HRM Consulting 
 Performance 
Management 
 Staffing: recruitment & 
selection 
 Strategic HR 
 Total Rewards 
(compensation & benefits) 
 Training & Development 
 Workforce Planning & 
Talent Mgt 
 Workplace Health, Safety 
& Security 
Optional/ or Secondary 
Content Areas 
 Downsizing/Rightsizing 
 HR Career Planning 
 HR Information Systems 
 Internal Consulting 
 Mergers & Acquisitions 
 Outsourcing 
 Sustainability/Corporate 
Social Responsibility 
 
Postgraduate 
Courses 
Required Content 
Areas: 
 Organisational 
Behaviour 
 Strategic HRM 
 Employment Relations 
 Change Management 
 Human Capital 
Engagement 
(R&S/T&D) 
 Remuneration and 
Compensation 
Optional/ or Secondary 
Content Areas: 
 Consulting  
 Knowledge 
Management 
 International HRM 
No suggested 
guidelines or 
curriculums – 
Practitioner level 
standards (see above) 
are areas required for 
competency in the 
Professional 
Development Scheme. 
Required Content Areas: 
 Employment & Labour 
Relations 
 Employment Law 
 Job Analysis & Job 
Design 
 Organisational 
Development 
 Outcomes: metrics & 
measurement of HR 
 Performance 
Management 
 Staffing: recruitment & 
selection 
 Strategic HR 
 Total Rewards 
(compensation & benefits) 
 Training & Development 
 Workforce Planning & 
Talent Mgt 
 Change Management 
Optional/ or Secondary 
Content Areas: 
 Downsizing/Rightsizing 
 HR Career Planning 
 HR Information Systems 
 Internal Consulting 
 Mergers & Acquisitions 
 Outsourcing 
 Sustainability/Corporate 
Social Responsibility 
Examination/ 
Certification 
No examination required 
to become a Professional 
AHRI member IF student 
has been through an 
accredited university. 
The Professional 
Development Scheme - 
The PDS is the 
educational programme 
based on Professional 
Standards at practitioner 
Assurance of Learning 
Assessment – SHRM 
requires assessment by 
examination over and above 
university qualification for 
registration as an HR 
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level. Set at post-
graduate level it is 
accredited by the 
Qualifications and 
Curriculum Authority 
(QCA) as a Level 7 
qualification  
It is made up of four 
fields:  
 Leadership and 
Management, which 
includes four 
modules  
 People Management 
and Development  
 Specialist/Generalist 
Personnel and 
Development, in 
which candidates 
select four modules 
from a choice of 
those available at 
their chosen centre  
 Applied Personnel 
and Development, 
which incorporates a 
Management 
Research Report and 
Continuing 
Professional 
Development (CPD).  
A candidate 
successfully completing 
all four fields is awarded 
Graduate membership 
of the CIPD. On 
completion of any one 
field (with the exception 
of Applied Personnel 
and Development), they 
are awarded Licentiate 
membership of the 
CIPD. 
Professional. 
Notes Only AHRI accredits HRM 
university courses.  
CIPD provides 
Practitioner Level 
Standards for the HR 
profession. In addition, 
members can complete 
CIPD qualifications, 
however CIPD does not 
accredit university 
courses. 
SHRM provides guidelines 
and suggested curriculae to 
universities of which subjects 
to include in their HRM 
programs. Schools within 
universities are 
independently accredited by 
the AACSB. 
Models / Professional Maps 
Professional associations often have maps or representative models to depict their key considerations 
in developing professionals of the future.  The research explored the applicable frameworks from 
each of the associations. 
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SHRM 
SHRM does not have models or professional maps available publicly on its website 
AHRI Model of Excellence 
The model acknowledges that human resource management consists of a number of interrelated 
activities that combine to drive business performance. With a base capability of being business driven, 
HR professionals require additional capabilities as strategic architects, stakeholder managers, 
workforce designers, credible activists, expert practitioners and culture and change agents. Human 
resource management knowledge and capability underpin HR practice and influence the professional 
behaviour of HR professionals and how they are perceived. In addition, the overarching goal of 
people leading business is underpinned by the following HR objectives: 
 Contribute to a profitable and sustainable organisation 
 Increase workforce competency and engagement 
 Develop excellence in people management 
 Create a dynamic and productive work environment. 
 
 
Figure 1. AHRI model of excellence (2011) 
CIPD HR Profession Map 
The following map includes the 10 professional areas deemed important for professional competence 
by the CIPD. The professional areas describe what you need to do (activities) and what you need to 
know for each area of the HR profession at four bands of professional competence.  
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Figure 2. CIPD HR profession map 
 
The behaviours, as set out by the CIPD, describe in detail how a HR professional needs to carry out 
their activities. Each behaviour is described at four bands of professional  
competence.  
Figure 3. CIPD behaviours 
 
